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ABSTRACT 

A survey of 58 senior school administrators was 
conducted to test opinions commonly held in Manitoba regarding 
teacher turnover* Among the opinions tested were a) that teacher 
turnover is presently declining rapidly, b) that few tenured teachers 
are released, and c) that it is becoming increasingly difficult for 
newly qualified teachers to obtain positions. Results indicated that 
turnover was minimal and that nontenured teachers were released at a 
7 to 1 ratio to tenured teachers. Conclusions were draim that 
indicated a) that although the province is reaching an oversupply of 
teachers, turnover is not dropping sharply; b) that tenure is serving 
to ensure a less competent teaching force; and c) that new graduates 
will be less and less needed in the future* (Three tables of data and 
three appendixes describing the questionnaire forms are included.) 
(JB) 



This brief report fs based on a small and Informal survey of 
turnover fn school divisions, sent to the senior administrators of 
the 47 unitary divisions and II school districts which are members 
of the Manitoba Association of School Trustees in 1972. Of the 58 
survey forms sent out to superintendents or district administrators, 
53 (91.38) were returned with the requested data. The intention of 
the survey was to provide some Information to superintendents which 
might be of interest In itself, and also to test some opinions qufte 
commonly held in Manitoba regarding teacher turnover, for example: 

1. that teacher turnover Is presently declining rapidly, 

2. that few tenured teachers are released, and 

3. that it Is becoming increasingly difficult for newly 
qualified teachers to obtain positions. 

The primary purpose of this report Is ro communicate the results 
of the survey to trustees and admin} stratori :n the province. In 
addition, however, the three topics suggested In the opinions listed 
above, (teacher turnover, effects of tenure, and the prospects for 
new graduates,) can be considered in some detail. It Is possible 
that some policy proposals of interest to trustees can be developed. 



The first of these topics, overall toacher turnover ?n the 
province, is of interest primarily for what it is not, rather than 
what it is. An externcil observer would probably assume, on the basts 
of experience in business or industry, that turnover was largely a 
function of fit between job and teacher. In a labor-intensive industry 
such as education,and one which has been so much criticized in recent 
years, a quite rational assumption would be that turnover was in 
» effect an outcome of attempts to improve the teaching profession, 
and consequently education as a public service. However, initiates 
know that this is not the case. By and large, turnover is best 
analyzed by considering the motivations of teachers. Overall turn- 
over figures are comprised of four major components: retirements, 
shifts from one administrative unit to another (including inter- 
pi-^ovincial and international shifts), temporary breaks in practice 
for personal or educational reasons, and losses to the profession. 
Only in the last is there a significant element of impetus other 
than teacher choice. (Wall in, 1971) 

This characteristic of overall turnover in the teaching profession 
is probably closely related to the matter of tenure amongst teachers, 
and is of course similarly "-elated to the prospects for new graduates 
from teacher training institutions. 

The data provided by the survey is summarized in the table on the 
f o 1 1 ow i ng pages . 
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First, the table allows us to describe the pattern of teacher 
turnover for the province as a whole In the years 1970-1971, and 
1971-1972. For 1970-1971, the overall pattern Is as follows: of 
11,505 teachers employed by responding divisions and districts, 1,561 
{\'5.57%) left the units during, or at the end of, the school year. 
Only 179 (1.565? of the total teaching staff) were released by the 
units' administrators, the remainder of those who left resigned. 
Of those who were released, only 20 (0.175? of the total teachfjig staff) 
were tenured. 

For I97I-I972, the pattern Is similar: of 11,683 teachers employed 
by responding units, 1,500.5 (12.84^) left the units. Only 229.5 
teachers were released, the remainder resigned. Of those released 
32.5 (0.275? of the total te?^hlng staff) were tenured^ 

The first Interesting feature of the table is the relative 
constancy, for the two years, of the turnover figures. This challenges 
the generally held opinion that turnover Is presently declining rapidly, 
and suggests that at least some positions are likely to be available 
for new graduates. 

The second interesting feature is the relationship between the total 
of teachers leaving and number released. It should be pointed out here 
that the questionnaire (sea Appendix A) specifically asked administrators 
to Include any form of division-Initiated termination of contract. In- 
cluding resignations following administrator suggestion, under the 
"released" category. In 1971, 13.5755 left their employment, but only 



- 4 - 



1.56? were released; similarly, in 1972, 12. 84? loft, i;jt only 1.96? 
were released. Teacher turnover in Manitoba is, as suggested above, 
very much an outcome o*^ teacher motivation, and seems to have little 
Pel onship to concerns about competence, or improving the professional 
work force In the administrative unit. (Except Insofar as Incompetent 
teachers recognize their weaknesses and leave the administrative unit 
voluntarl ly . ) 

It Is possible to interpret this overall pattern In at least two 
different ways; either the administrators of the responding units have 
a great deal of confidence In their teaching staff, and think It unlikely 
that the general level of competence can be increased by releasing and 
replacing teachers, or else It is extremely difficult to release 

ichers. Numerous' conversations with trustees and senior administrators 
in school divisions suggest that the latter Is the case. In general It 
seems reasonable to conclude that turnover levels are a good deal lower 
than they would be If administrators were readily able to release 
teachers who were In their opinion unsatisfactory. 

Such considerations lead directly to the third interesting feature 
revealed by the table. The relationship between releases amongst non- 
tenured teachers, that Is teachers still serving In the two probationary 
years, and tenured teachers Is quite striking. In the two years taken 
together 356 non-tenured teachers were released as compared to 52.5 
tenured teachers, a ratio of nearly 7 to I . It is surely unreasonable 

ERLC 
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to conclude that the ratio of 7 to I in any way represents differentials 
In canpetence. Few people would accept the view that newly appointed 
teachers in divisions, mnny of whom are new graduates of teacher training 
Institutions, are highly incompetent compared to the teachers on staff 
with seniority. Thus the ratio between releases amongst non-tenured 
teachers Is a testimonial to the difficulties which administrators 
perceive In releasing tenured teachers, rather than to the incompetence 
of newly appointed t: .Khers. As such, it supports the conclusion 
previously arrived at, that turnover is at lower levels than admin- 
istrators think desirable. 

Considered in this light, this ratio is extremely significant* 
The following conclusion,^ can be drawn with varying degrees of 
probabi I i ty: 

1. The ratio suggests that professional teaching staffs are 
less competent than they might be with changes in prevailing 
retention practices; 

2. Newly appointed teachers, and particularly new graduates, 
will need to be outstandingly competent to retain their 
positions as enrollments dec! ine," sirce generally pro- 
bationary teachers will be released as te&ching staffs shrink; 

3. One of the consequences of the tenure provision of the Public 
Schools Act, at present, is to deprive new graduates of the 
chance of competing fairly with established teachers for 

ERLC 



available positions, jrantcd the reluctance or inability 
of administrators ^nd beards to release tenured teachers. 
The data presented here becomes more sionff icant when other current 
trends are considered. First, with regard to turnover, it is probable 
that the overa I I ^^teacher work force will decline from 1973 to 1979 
because of the declining enrollments; second, the cost squeeze in 
education will conceivably result in some higher pupil-teacher ratios; 
third, only about half of the available positions are likely to be 
filled by new graduates. The table which follows, from Husby (1972) 
accepts the first and third of these trends in its projections, but 
not the second. 



ESTIMATES OF THE DEMAND FOR TEACHERS BY 
MANITOBA SCHOOL BOhRDS 1972 to 1979 



Last Yearns Number Current Yearns New Teachers Needed 



Teaching Force Leaving^ Teaching Force New From From 

Year Estimate Teach inc. Estimate Demand Elsewhere Faculties 

1972 12,120 1,454 12,129 1,463 721 722 

1973 12,129 1,455 12,003 1,334 667 667 

1974 12,008 1,441 11,908 l;34l 670 671 

1 975 I 1 , 908 i , 429 II , 794 1,315 657 658 

1976 11,794 ;,4I5 11,709 1,330 665 665 

1977 11,709 1,405 11,620 1,316 658 658 

1 978 II , 620 1 , 394 II, 487 1 , 26 1 630 63 1 

1979 1 1,487 1 , 378 11,26 3 1,154 577 577 



Note: I. Assumed 12.0 per cent of the teaching force each year. 

2. Housewives returning to teaching, teachers from outside 
the province, former teachers who have improved their 
qualifications by attendance at universities, etc. 
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If these projections are accurate, and the 197; 

leaving coincides reasonably well with the sun 

actual 1470 for the 917. of the units which resj 

It is clear that the prospec-*5 for new graduate 

have great difficulty finding a first appointnf 

difficulty retaining their position beyond the 

in part because of the impact of tenure regula' 

Some general conclusions can be reached n 

and new graduates: contrary to expectations, " 

dropping sharply, at least so far, although fhi 

a period of teacher oversupply The tenure pre 

of oversupply of teachers, may have consequenc< 

originally intended. It may be that these pro 

protecting deoicated teachers from abuses and i 

of employers, are at present inriuring a teach if 

overall level of competence than wouid otherwl* 

discriminating against newly qualified teacher; 

less and less needed in the schools djrlng the 

conclusions are siniilar: 

The school systems of Manitoba, which have 
years girded themselves to a situation of 
expansion in terms of student enrollments^ 
and the provision of increased facilities, 
contending with conditions of decreasing j 
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surplus ciassroar.s, and an ovsrsupply of teachers competing 
strenuously for available positJons. Teacher trainina insti- 
tutions, which have been fjgared to turn out graduates" in 
sufficient numbers to meet a steadily growing demand for 
teachers, will be unc'-ur prcssjre fror". various groups to 
limit severely their number graduates to avoid creating 
a state of chronic unemployment of certified teachers in 
the province. A number of institutional adjustments will 
therefore have to be made to adap^ to changing circumstances. 

Some policy changes seem to be amongst the appropriate "institutional 

adaptations", and the remainder of this paper will suggest two areas of 

policy which seem worth re-exam i neng . First, it would seem desirable 

for school boards to examine their teacher evaluation procedures, in an 

attempt to determine whether or not The overall ratio of releases 

■ between tenured and non-tenured teachers is a reflection of difference in 

competence, or the impact of the tenure regulations. If it is the latter, 

and for the province as a whole this seems indisputable, then a review 

by the boards of the regulations as they stand seems desirable. 

It is possible to clarify the issue of tenure by referring to the 

Public Schools Act. First, it is important to note .'•hat neither 

"probation" nor "tenure" appears in the Act. The only p-ovision is 

that contained in Section 281 (3), reproduced in full in Appendix B. 

The major distinction made here is that, after an agreement between a 

teacher and ar employing board has been in effect for more than two years, 

its termination by the board can be submitted to an arbitration board for 

judgment as to whether "the reason given by the board for terminating the 

agreement constitutes cause for terminating the agreement". 
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Thus the judgment of rhe arbirration board is exclusively concerned 
with the validity of the reasons for terminating the agreement. In 
practice, this becomes an assessment of the school boards evaluation 
procedures; although no records of arbitration board decisions are 
available, the impression amongst senior administrators in the province 
seems to be that where adequate documentation and a clearly understood 
evaluation procedure exists, it is possible to win ratification of 
dismissals, (See Appendix C) This parallels experience elsewhere. 
In general it seems possible to conclude, on the basis of the data 
presented in Appendix C, that the. prov is ions in the Public Schools Act 
regarding teacher tenure have not been adequately tested, to date. The 
fact that only 9 hearings have been held in responding units in the last 
5 years suggests either that administrators are entirely happy with the 
tenured teachers they have, or that they are convinced that they cannot 
win tenure coses. The first seems u ilikely, and the second mistaken, in 
view of the record, which shows that in 5 of8 cases in which a decision 
has been given, the dismissal was upheld. Thus boards can dismiss in- 
competent te?chers, with some confidence, provided their teacher 
evaluation procedures are sound. 

If this is the case, the situation of the new graduate becomes a 
little less hazardous. Boards faced with the necessity of reducing 
teaching staffs may choose to release the least competent teachers, rather 
than the probationary teachers. In the long run, this shift in policy by 
boards can only benefit the division, the teaching profession, and the 
students . 
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APP ENDIX A 



Division or District Mane No. 





197! 


1972 


Total No. 
of Teachers 
Leaving Division 












No. of 

Teachers 
Resigning* 






No. of 
Teachers 

Being Released:* 
With Tenure 
(two years plus) 






No. of 

Teachers 
Being Released: 
Without Tenure 
(under two years) 







"Resigning" here includes all categories of teacher- initiated termination 
of contract. "Released" includes all categories of division-initiate d 
termination of contract. Resignations which follow a suggestion by a"" 
supervisor that a resignation would be acceptable should be included 
under "Release''. 



From Tho Pub L.[c_Sc^oo I s Act 



Action on termination of agreement* 

281(3) Where an agreement between a teacher end a board of trustees of a 
district or division is terminated by one of the parties thereto, and 
the other party, within seven days of receiving the notice that the 
agreement is terminated, requests the party terminating the agreement 
to give a reason for terminating the agreement, the party terminating 
the agreement shall, within seven days of receiving the request, give 
to the other party the reason for terminating the agreement; and, if 
the agreement has been in effect for more than two years and is ter- 
minated by the board of trustees of the district or division, 

(a) the teacher, by notice in writing served on the board within 
seven days of the date the reason for terminating the agreement 
was given, may require that the matter of the termination of 
the agreement be submitted to an arbitration board composed 

of one representative appointed by the teacher and one repre- 
sentative appointed by the board, and a third person, who 
shall be chairman of the board of arbitration, mutually 
acceptable to, and chosen by, the two persons, so appointed, 
none of whom shal I be a member or employee of the board, and, 
if one of the parties to the agreement is a division, none 
of whon shall be a member or employee of the division or a 
district within the division; 

(b) each party shall appoint Jts representative to the board of 
arbitration within ten days of the serving of the notice by 
the second party under clause (a); 

(c) where the members of the eirbitration board appointed by the 
parties cannot agree on a decision, the chairman shall make 
the decision, and his decision shall be deemed to be a decision 
of the arbitration board; 

(d) the issue before the arbitration board shall be whether or not 
the reason given by the board for terminating the agreement 
constitutes cause for terminating the agreement; 

(e) where, after the completion of hearings, the arbitration board 
finds that the reason given for terminating the agreement does 
not constitute cause for terminating the agreement, it shall 
direct that the agreement be continued in force and effect, 
and, subject to appeal as provided in The Arbitration Act, the 
decision and direction of the arbitration board is binding 
upon the parties; and 

(f) the arbitration board shall, within thirty days after its 
appointment, make its decision and shall immediately forward 
a copy thereof to each of the parties and to the minister. 



MEMORANDUM 



TO: All Superintendents 

FROM: ^Peter Coleman 

rector of Educational Services 

DATE: September 5, 1972 



Recently your division provided some data on teacher turnover, in response 
to our request. Analysis of this data suggests that teacher tenure is a very 
significant problem for Manitoba school divisions and districts. No data is 
available provlncially on the outcome of arbitration board hearings under 
Section 281 (3) of the Public Schools Act, which provides for appeals against 
dismissal. Would you please answer the following questions, to allow the 
development of information about the overall impact of the tenure regulations. 



1. In the period 1968-1972 inclusive, how many arbitration board hearings 
on dismissals were held in your division, to the best of your knowledge 

TOTAL 9 (in 8 Divisions) 

2. In how many of the hearings was the dismissal upheld? 

TOTAL 5 (I pending) 

3. Would you agree that, where documentation and evaluation procedures 
ar3 adequate, dismissals are generally upheld? 

YES 17 NO 3 DON'T KNOW 29 . 



N= 49 

Many thanks for providing this information, which may be of major 
importance to many divisions in the province. 
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